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 Training and development have been applied in many aspects for organization performance. The 
purpose of this study is to investigate the relationships between training and development and or-
ganizational performance.  In addition, the study also analyzes the influence of organizational cul-
ture as a mediator in the relationship between training and development and organizational perfor-
mance. The data are analyzed using descriptive and inferential statistics. IBM Statistical Package 
for the social sciences software (IBM-SPSS) version 23 and Smart Partial Least Square (SmartPLS) 
version 4.3 were used to evaluate the hypotheses of the study. The survey of the study involved 219 
employees in courier service organizations in Malaysia. The finding of the study shows that there 
was a positive relationship between training and development and organizational performance. Fur-
thermore, the finding also reveals that organization culture mediate the relationship between train-
ing and development and organization performance. Hence organizations should consistently train 
and develop their employees through formal and informal training programs as well as encourage 
employees to embrace organizational culture and values as well as cultivate the core values of or-
ganizational culture amongst employees to strengthen and improve organizational performance. 
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The challenges faced by the public and private sector call for a structural change and a paradigm shift for organizations to 
continue its existence and stay relevant. To achieve this goal, both public and private service workers’ efficiency and perfor-
mance must be at a certain level. There are various denotations and interpretations of organizational performance. According 
to Richard et al. (2009), organizational performance can be understood through many different meanings and interpretations 
which are diverse and encompasses three specific areas, namely; (a) financial performance (profit, assets, investment, etc.), 
(b) market product performance (sales, stock market, etc.); and (c) shareholders (number of shares, economic value added, 
etc.). Chen and Barnes (2006) points out that organizational performance is defined as the "input" to "output" transformation 
to achieve a specific outcome, which refers to the effective and minimal cost-effectiveness relationship with the effective cost-
effectiveness of 'output' or expected outcomes. According to Mamat (2001) training in organizations is a learning program 
designed to enhance employees’ knowledge, skills, and performance. In addition, training is a process of changing the behav-
ior of employees in the workplace through the application of the principles of learning. Kleiman (2004) defines training and 
development as a learning experience designed to teach employees how to effectively perform current and future tasks. 
Krempl and Pace (2001) state that training and development refers to knowledge management in developing organizational 
culture, to enhance individual performance and to strengthen organization’s ability. Swanson et al. (2001) define training and 
development as a systematic process of knowledge-related work development and employees’ skills development for perfor-
mance improvement.  
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The role of organizational culture especially in terms of employee behavior as an intermediary variable in relation to training 
and development practices and organizational performance also needs to be taken into consideration as strong organizational 
culture can impact organizational performance (Cameroon & Quinn 2006). Therefore, this study seeks to examine the role of 
training and development on improving organizational performance through organizational culture in the courier services 
sector. 
 
2. Literature Review 
 
2.1 Training and Development and Organizational Performance 
 
Training and human resource development is one of the most important activities in an organization. They have been used in 
many aspects of organizational and individual development (Zenger et al., 2000). Therefore, both private and public organi-
zations often allocate large funds for the planning and implementation of human resource training and development programs 
in their organizations. This shows that this development program can benefit the organization (Baharom 2009). Studies by 
Raza (2014) in several oil and gas companies in Pakistan indicated that training and development has a positive and significant 
relationship with organizational performance. The objective of the study was to examine the relationship between training 
and development and its impact on organizational performance. To measure this relationship, primary data were collected, 
and regression analysis was performed in oil and gas sector workers in Pakistan. The results of the training and development 
study in Pakistan showed that most of the workers had been satisfied with the training and development of the organization. 
These findings helped management focus on training and development to enhance the skills needed by employees to improve 
organizational performance. Muhibat and Tiamiyu (2016) carried out a study based on the effect of training and staff devel-
opment on the organizational performance of Islamic financial institutions in Nigeria. It was also proven that training improves 
employees’ performance on one hand and has a positive effect on the financial and non-financial performance of organizations 
on the other hand. Nda and Fard (2013) in their study found that training and development ultimately upgrade not only the 
productivity of employees but also of the organization. Falola et al. (2014) conducted a study in the Nigerian banking industry. 
The results of the study indicated that training and development affects employees’ performance and organizational effective-
ness. Consequently, efforts must be made to ensure that employees‟ skills and knowledge are fully utilized through adequate 
and timely training design and implementation. A study conducted by Ndibe and Campus (2014) in the Nigerian Bottling 
Company and 7UP Bottling Company showed that training and development has a direct impact on organizational perfor-
mance. The study indicated that when employees are sent to the right training program through systematic and strategic 
training procedures, it contributes to the improvement of organizational performance and indirectly contributes to organiza-
tional performance. Thus, we hypothesize as follows: 
 
H1: There is a relationship between training and development and organizational performance. 
 
2.2 Training and Development, and Organizational Culture 
 
Every organization has its own beliefs, values, and cultural norms. Every organizational culture varies from business to busi-
ness depending on the organization's policies. Organizational culture is defined as the system of expectations, ethics, attitudes, 
and principles that govern the work of employee within the organization. Training is a short-term process in which human 
resources gain knowledge, skills, and abilities through practical activities to improve their performance. The purpose of this 
training is to convey skills to perform a task. It improves organizational productivity and flexibility. Training helps employees 
do their work effectively and efficiently (Kissack & Callahan 2010). This study also claimed that training and development 
programs influence organizational culture. Khan et al. (2017) focused on organizational culture that helps employees improve 
their skills, knowledge, skills, and experience in the organization. The sample size was 20 employees, from whom the results 
were obtained, in a survey on the influence of organizational culture on training effectiveness. In this study, it is found that 
most workers were influenced by their organizational culture during training. In addition, new skills, knowledge, attitudes, 
and capabilities were enhanced with training as well as improving employee organizational culture. Organizational culture 
plays an important role in every organization and some organizations had a strong culture whilst some do not. Thus, we 
hypothesize as follows: 
 
H2: There is a relationship between training and development and organizational culture. 
 
2.3 Organizational culture with organizational performance 
 
Rashid et al. (2003) conducted a study on the influence of corporate culture and organizational commitment on the financial 
performance of Malaysian companies. The findings of the study have shown that there was a significant and positive relation-
ship between corporate culture and organizational commitment and financial performance. The results of this study have 
important implications for human resource development and motivating workers. This study also demonstrates that corporate 
culture and organizational commitment had an impact and influence the company's financial performance. This means that 
the type of corporate culture and organizational commitment can be an important factor in determining a company's outstand-
ing performance or success. Kandula (2006) said, the key to be a good performance is a strong culture. Positive and strong 
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cultures can make an average individual perform and achieve excellence, while a negative and weak culture may fluctuate in 
the workforce to perform and end with no success. According to Magee (2003) contends that without considering the impact 
of organizational culture, organizational practices such as performance management could be counterproductive due to the 
two are interdependent and change in one will impact the other. According to Sørensen (2002), stronger culture could lead to 
high organizational performance. Furthermore, organizational level, culture, values, and work force diversity are major fea-
tures which affect the relationships between training and development and organizational performance. (Youndt et al. 1996; 
Ferris et al. 1999). Thus, we hypothesize as follows: 
 
H3: There is a relationship between organizational culture and organizational performance. 
 
There have been several studies that examined the role of organizational culture as mediator in the relationship between 
strategic human resource management and organizational performance. Mei et al. (2012) conducted a study to examine the 
mediating effect of organizational culture on the relationship between human resource management (HRM) and organizational 
performance through structural equation modelling. The study is based on survey design and cross-sectional nature. A total 
of 137 questionnaires were distributed and recovered and were used in statistical analysis. The HRM practices they have 
studied include hiring, performance evaluation, training and development, performance-based rewards, career management, 
information sharing, and job security. Nearly 57 percent of the variance in organizational culture constructs can be explained 
by HRM constructs. While both HRM constructs and organizational culture account for about 68 percent of the variance in 
organizational performance constructs. Structural equation models show that organizational culture plays a role in mediating 
the relationship between HRM and organizational performance 
 
H4: Organizational culture acts as a mediator between training and development and organizational performance. 
 
2.4 Related Theory 
 
This study uses the Resource Based View (RBV) theory as the underlying theory of the study (Barney et al. 2001). According 
to RBV theory, one of the most important sources of organization is the human resource. If an organization adopts the RBV 
theory indirectly, it will impact the effectiveness of the competitive advantage. The theory also states that organizational 
culture also influences organizational performance and competitiveness. 
 
From the discussion of the literature review and related theory above, the research framework of the impact of training and 
development on organizational performance through organizational culture is developed as shown in Fig. 1. Based on previous 
studies on the relationship between training and development with organizational performance and RBV theory, this study 
predicts there is relationship between training and development and organizational performance as well as there is mediating 
effect of organizational culture on relationship between training and development and organizational performance. This led 
to the formation of the first hypothesis to the fourth hypothesis of this study as shown in Fig. 1 below. 
 
 
Fig. 1. Research framework 
 
 
3. Research methodology 
 
This study aims to examine the relationship between training and development and organizational performance as well as the 
impact of training and development on organizational performance. The research design selected for this study is quantitative 
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method through survey. According to Sincero (2012) surveys can be administered to the participants through a variety of 
ways. The questionnaires can simply be sent via e-mail or fax or can be administered through the Internet. Nowadays, the 
online survey method has been the most popular way of gathering data from target participants. Aside from the convenience 
of data gathering, researchers can collect data from people around the globe. Because of the high representativeness brought 
about by the survey method, it is often easier to find statistically significant results than other data gathering methods. Multiple 
variables can also be effectively analyzed using surveys. Based on the objective of this study, the survey is the best method 
to be used. Data was collected through surveys using questionnaire because questionnaire is the most common technique used 
in research survey. This would ensure the data matrix inclusivity. The researchers developed research instrument to collect 
quantitative data and the research instruments were adapted from Cassell et al. (2002) in measuring training and development, 
Denison and Mishra (1995) in measuring organizational culture and Haldma et al. (2012), Athanassopoulos et al. (2001), 
Caruana (2002), Spangenberg and Theron (2004) in measuring organizational performance. Prior to the distribution of the 
questionnaire, expert validation to validate the instrument for every construct was conducted. After consulting for validation 
with expertise and making some amendment, questionnaire was distributed among the employees in courier service organi-
zations in Malaysia. Respondents were given of three weeks to complete and return to the researcher. Out of a total of 300 
sets of questionnaires, researchers managed to find 219 questionnaires that could be used. IBM Statistical Package for the 
social sciences software (IBM-SPSS) version 23 and Smart Partial Least Square (SmartPLS) version 4.3 were used to evaluate 
the hypothesis of the study. Finally, the measured indicators for every construct were based on five-point Likert scale.   
 




Fig. 2 shows the summary of the respondents’ profile among employees in selected departments in courier service organiza-
tions in Malaysia. The results show that 62.0 percent of the respondents were male. Majority of the respondents’ age ranges 
between 31 to 40 years old at 41.0 percent. Overall, the respondents were predominantly Malay and most of the respondents 
had served between two to four years at 97.0 percent. On qualifications, 54.0 percent of the respondents possessed other type 
of education certificate and 102 (46%) respondents are supervisors. 
 
   
Gender Race Age 
   
Years of Service Education Position 
 
Fig. 2. Demographic data of the respondents. 
4. Measurement Model 
 
4.1 Internal Consistency (α, ρc) 
 
The reflective measurement model analysis includes three types or assessments which are internal consistency, convergent 
validity and discriminant validity. The measurement model in convergent validity assessment had concluded that the result 
for this study lies in the threshold range (Hair et al., 2017; Fornell & Larcker, 1981). Internal consistency for this research 
instruments was assessed by computing the value of Cronbach’s alpha and composite reliability. Table 1 shows the value for 
each construct. Training and development (α = 0.891, ρc = 0.910), Organizational Culture (α = 0.906, ρc = 0.921) and Organ-
izational Performance (α = 0.943, ρc = 0.949). According to Hair et al. (2010), all values resulted 0.70 is highly suggested as 
the level of acceptance. For Average Variance Extracted, every latent construct has exceeded the minimum threshold proposed 
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explained and correlate with each other. The indicators assigned at each latent can be said reflect well as the observed varia-
bles. Table 1 shows the value of AVE for each construct where training and development (AVE = 0.505), Organizational 
Culture (AVE = 0.516, and Organizational Performance (AVE = 0.557). 
Table 1 
Cronbach alpha and composite reliability 
 Cronbach's Alpha Composite Reliability AVE 
Training and Development  0.891 0.910 0.505 
Organization Culture 0.906 0.921 0.516 
Organization Performance 0.948 0.949 0.557 
 
The researcher proceeds with the assessment which is discriminant validity. According to Ramayah et al. (2018), the discri-
minant validity refers to the degree of which indicators differentiate across constructs. This is to avoid any overlapping happen 
between each correlation. In this research, the measurement of discriminant validity is carried out through Fornell & Larcker, 
cross loading criterion and Heterotrait-Monotrait ratio of correlation (HTMT). Fornel & Larcker criterion needs for comparing 
the diagonal section should be larger than the off-diagonal correlation. HTMT criterion has been analysed according to infer-
ence HTMT by (Henseler, Ringle, and Sarstedt, 2014). In this HTMT inference, the value of confidence interval should be 
less than 1.0 by using the bootstrapping technique, (Henseler et al., 2015). therefore, the following tables are generated based 
on the result attained for discriminant validity assessment. Table 2, and Table 3 show the summary of results for discriminant 
validity on Fornell and Larcker criterion, HTMT criterion and cross loading criterion. 
 
Table 2   
Fornell-Larcker Criterion 
 Organization Culture Training and Development Organization Performance 
Organization Culture 0.718   
Training and Development 0.536 0.711  
Organization Performance 0.708 0.308 0.746 
 
Table 3  
Heterotrait-Monotrait Ratio (HTMT) 
 Organization Culture Training and Development Organization Performance 
Organization Culture    
Training and Development 0.587   
Organization Performance 0.756 0.322  
 
4.2 Assessment of Collinearity Issue 
 
According to Kock (2015), collinearity helps in measuring similarity of two or more indicators that are in the same domain. 
In this step of assessment, the rule of thumb is less than 5.0 as suggested by Hair et al. (2016). The values of variance inflation 
factor (VIF) were less than 5.0. Table 4 presents the summary for the outer VIF value across constructs. There are three main 
constructs and each construct exceeds the rule of thumb as suggested by Hair et al. (2016). The construct for training and 
development indicates the value of outer VIF by 1.612, 1.753 and organization culture at 1.948. Hence the assessment for 
VIF has been fulfilled. 
 
Table 4  
Summary of outer VIF across construct 
Latent Construct Training and Development Organization Culture Organization Performance 
Training and Development   1.612 1.753 
Organization Culture   1.948 
Organization Performance    
 
4.3 Structural Model Assessment 
 
Assessment of the significance and relevance of relationship  
 
In this study, the procedure of the bootstrapping technique was used with 3000 subsamples. The large sample is needed for 
identifying and detecting any bootstrapping standard error. According to Ramayah et al. (2018), researchers should observe 
the path coefficients that are significant to the tested hypotheses between constructs. After conducting a bootstrapping proce-
dure, the following results are found and can be seen in Table 5. Based on t statistics for the three direct relationship between 




Assessment Level of R2, (Coefficient of Determination) 
 
The assessment level for a coefficient of determination measuring model’s accuracy was based on both exogenous and en-
dogenous constructs. Statistically, this assessment range was between 0 to 1 in explaining the level of accuracy and the asso-
ciation of exogenous and endogenous constructs (Ramayah et al., 2018). Table 5 shows the summary coefficient of the deter-
mination result for this study. The result of the exogenous constructs (training and development) explains the endogenous 
variables at (Organization Culture = 0.487) and (Organization Performance = 0.571). According to Hair et al. (2016) the level 
of coefficient of determination that range on 0.25 are considered weak, 0.50 moderate and 0.75 is substantial. Therefore, based 
on the results attained, this assessment for coefficient determination falls between weak and moderate according to the ac-
ceptance rule of thumb. 
 
Assessment Level of f2, (Effect Size) 
 
The research proceeds with the next step which is an assessment on the level of effect size (f2). The evaluation size of the 
construct predictor is using Cohen's f2 (Cohen, 1988). The rule of thumb also has been set accordingly. Specifically, the effect 
size of 0.02 is considered a small effect size, the value or 0.15 has a medium effect size and lastly, the value of 0.35 has a 
substantial effect size. Table 5 is tabulated the summary result of effect size. Based on the result Table 5 show that training 
and development has small effect size on organizational performance (0.039) and organizational culture (0.087). In contrast, 
organizational culture has substantial effect size on organizational performance (0.397). Therefore, this study concluded that 
the effect size of f squared are lies from small to substantial effect size based on the suggestion by (Cohen, 1988).  
 
Assessment Level of Q2, (Predictive Relevance) 
 
Another step of structural model is the assessment of predictive relevance with the value of Q squared. This assessment is 
used to evaluate the predictive accuracy of the path model (Ramayah et al., 2018). This predictive relevance value can be 
statistically obtained from the blindfolding technique procedure. A structural model that achieve more than the acceptance 
level considered having a higher predictive relevance of path model. Table 5 presents the summary of the predictive relevance 
that gives the value of Q squared. The predictive relevance value Q squared of training and development obtained the value 
of 0.245 and organizational culture has a value of 0.240. The level of acceptance in interpreting the Stone and Geisser Q2 
predictive relevance value should be larger than the value of 0, (Hair et al., 2017; Stone, 1974; Geisser, 1975). Based on the 
result obtained, the value indicated larger than 0, thus the model has sufficient predictive relevance. 
 
Table 5 
Summary of significance and relevance relationship 
Hypothesis Relationship Std Beta 
Std 
Error t-value p-value Decision R² f² Q² VIF 
H1 Significant 0.170 0.082 2.065 0.039 Supported 0.287 0.039 0.245 1.753 
H2 Significant 2.69 0.074 3.629 0.000 Supported 0.487 0.087 0.240 1.612 
H3 Significant 0.576 0.082 7.065 0.000 Supported 0.571 0.397  1.948 




According to Hair et al. (2016), mediation also known as indirect effect and the mediation can be beneficial in determining 
the association between independent and dependent constructs. In this study, a further test on mediation analysis is applied to 
organization culture as a mediator to investigate the role in mediating between training and development and organization 
performance. According to Preacher and Hayes (2008), the mediation analysis requires the bootstrapping procedure for as-
sessing the mediator constructs. Table 6 shows the hypothesis on the mediation report analysis. As shown in Table 6, organ-
ization culture mediates significantly between training and development and organization performance. Therefore, H4 is ac-
cepted. 
 
Table 6  
Hypothesis on mediation report analysis result 









     LL UL  
Training and development →Organiza-
tion culture →Organization performance 0.155 0.047 3.279 0.001 0.075 0.261 Supported 
 
5. Summary and conclusion 
 
This study intended to present empirical evidence of the relationship between training and development and organizational 
performance among employees in selected department in courier service organizations. This study also examined whether 
organizational culture was able to play the mediating role in linking between training and development and organizational 
performance among employees. The indicator of training and development shows t-value at 2.065 (β = 0.170, p< 0.039) and 
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is positively correlated with organizational performance. The indicator of training and development shows t-value at 3.629 (β 
= 0.269, p< 0.01) and is positively related to organizational culture. Organizational culture shows t-value at 7.065 (β = 0.576, 
p< 0.01) is also positively related to organizational performance. Furthermore, the fourth hypothesis is assessing the mediation 
role of organizational culture practices in linking between training and development and organizational performance shows 
the t-value at 3.279 (β = 0.155, p< 0.01) which supported the hypothesis generated.  
 
Based on the findings and previous studies, investment in training and development will result in increasing organizational 
performance. The finding of this study for hypothesis H1 is consistent with the studies conducted by Niazi (2011) at FMCG 
and a study by Raza (2014) on several oil and gas companies in Pakistan which showed a strong relationship between training 
and development and organizational performance. Therefore, the organization should leverage on training and development 
to optimize employee effectiveness and retain their best key person in the pursuit to become one of the main key players in 
this sector (Zenger et al. 2000; Baharom 2009). The research finding for hypothesis H2 shows a significance influence of 
training and development on organizational culture. This finding is aligned with studies conducted by Kissack and Callahan 
2010 and Khan et al. (2017). Both studies found that training and development support internalization of organizational cul-
ture. Tying employee learning, training and development to a positive workplace culture shows people what’s in it for them. 
(Chris, 2019). The third research hypothesis H3 also revealed a significant effect of organizational culture towards organiza-
tional performance. This finding supports the past studies by Kandula (2006), Magee (2003) and Sorensen (2002). Their 
studies proved that positive and strong culture lead to high organizational performance. All training and development invest-
ments (and other important decisions) should be made with these organizational cultural objectives in mind. In addition, the 
finding of the hypothesis H4 reveals that organization culture also plays a mediating role between training and development 
and organizational performance. This finding is consistent with studies conducted by Mei et al. (2012) which found the me-
diating effect of organizational culture in the relationship between strategic human resources management and organizational 
performance whereby one of the strategic human resources management elements measured is training and development. 
Hence, progressive intervention of organizational culture practices is needed in managing employees and helps the organiza-
tion maximize its productivity. The public servicing sector such as courier services remains as one of the fastest evolving 
sectors due to globalization and the changing of technology should leverage on both training and development and organiza-
tional culture in enhancing organizational performance.  
In the light of this research, future scholars may replicate with a different context of respondents, sectors or other talent 
challenges constructs. Researchers should explore carrying out studies involving respondents from other sectors such as man-
ufacturing and petroleum. Future researchers are also recommended to study the role of organizational culture in improving 
human resource development and organizational performance through in-depth interviews and observations with the organi-
zation members.  
 
In conclusion, the organization should consistently train and develop their employees through formal and informal training 
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